The article presents result-based performance management in the public sector and challenges for its formation. The attention is paid to the fact that despite the managerial character, this is a perspective with political implications. Before the result-based performance management in Lithuania is analyzed, the American experience has been presented, where almost each new administration of the President (since President Lyndon B. Johnson) has introduced systemic novelties with regard to the development of management on the federal level. Lastly, qualitative research data is used to present the attitudes of Lithuanian civil servants and politicians to the components of performance management, while the programmes of the political parties for the Lithuanian Seimas (Parliament) in 2012-2016 help to reveal the attitudes of the present party in power towards the components of performance management.
INTRODUCTION
Republic of Lithuania was interested in foreign performance management's practice and "one of the main objectives for public management reform during [2009] [2010] [2011] [2012] was enhancing the results based culture". 5 However, the adaptation of performance management does not mean its implementation, and the implementation (i.e. usage of performance information "bigger flexibility of staff management". 9 This presumes that the 15 th Lithuanian
Government of the previous cadence related the entire improvement of civil service system mainly to the dimension of result-based management. These ideas about how to reform the civil service are important not only to society, but also to civil servants, as they are the one who have to work in the new management environment. Therefore the question arises whether the civil servants of various institutions understood this "message" of previous government and identified the 
PERFORMANCE MANAGEMENT IN THE PUBLIC SECTOR: THE POLITICAL DIMENSION
At first glance performance management may look like a simple managerial tool, but it is not so, as it has a political character contained in its nature, as well.
This managerial tool helps to implement the accountability of the institutions of the public sector to the and politicians for the results of the performed activity.
Therefore the essence of the performance management in the institutions of public sector is the continuous collection, recording, analysis and measurement of information on performance in order to be able to account to the elected officials and society for the done works. The accountability of performance management is expressed inside the executive branch, as well. For example, the territorial unit is accountable to the central institution and other institutional relations may be expressed through the mechanism of contracts. However, the usage of information may be not only external -for the purpose of accounting -but also internal, 20 when the information on performance is used in the institutions of public sector in order to improve management, decision-making or for the purpose of studying. It should be noted that the civil servants may be rewarded or receive sanctions according to their performance results, using the grounds known beforehand.
Still in order to collect information on performance, the employees of institutions in public sector have to know what data have to be collected and are considered to be important. Here the political mechanism of performance management "switches on", because ideally the society forms its needs and public "orders" for the politicians, which have to be transformed by the latter to smaller objectives and tasks set for the institutions of executive branch. At the same time the indexes of expected performance results and assessment criteria are formed.
They serve as starting point for collection and measurement of information on performance. However, there the political leadership is also important, because it is more difficult to form the performance objectives and indicators in public sector than in private sector, where the most important aims are effectiveness and profit. Thus the mechanism of supply-demand is important in performance management, according to Wouter Van Dooran. 22 The demand for the information on performance is usually formed by the politicians (although not necessarily) as the main users of information, who consolidate the requirements for it in the legal acts, whereas the supply is related to the preparation of information on performance by civil servants. In the absence of the political engagement to form the demand for information on performance, the democratic component may 21 European Commission's press release "Road safely: EU reports lowest ever number of road deaths and takes first step towards an injuries strategy" // http://europa.eu/rapid/press-release_IP-13-236_en.htm (accessed November 1, 2013 
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One more problem became evident during the qualitative research in the context of result-based management -increased administrative loads. Although the respondents agree with the benefit provided by the performance management, but they worry about the "side effect", when too many resources have to be attributed to the result-based management (e.g., time expenditure, human resources) and the activity rather than the set goals becomes an end in itself:
Sometimes I don't understand what we do and sometimes when we strive to achieve as if good goals, we lose a lot, or we declare opposite of what we really do. And with regard to the strategic planning, during the last seminar organized by the Government and Ministry of Finances, the following information was given: it is very good that we have strategic planning, but how we do this is far from being ... we declare that we strive for results, but actually we work only for papers. The strategic planning works on its own and financing on its own, and it has nothing to do with what we receive. From one side, it is because we do not have enough financial resources. In such a case, if you feel patriotic, you work for the account of own leisure, but that plan is somewhere. Earlier we used to work for the result, now we are forced to work for paper, as we have to handle and write so many plans and for no reason. That is the increasing of bureaucracy. As long as everything is not standing on its own, no reforms can help. And strategic planning is a tool, not a goal. I could show you concretely, how we plan: we have to do something. These are the Government's objectives, but one size cannot fit all the institutions. We have to show formally that we are acting. It's ok, but we have to what is prescribed by laws, as well. Finally, it should be noted that the respondents who supported changes in civil service mostly linked their approval with the faulty assessment system of civil servants, which they considered not oriented to results and subjective, because the assessments were carried out not according to the results, but "according to the principle -I know that he works well and I know that he does not work", as it was stated by the top civil servant of one Ministry. 
CONCLUSIONS
The results of the qualitative research revealed that civil servants received the ideas of the 15 th Lithuanian Government to reform public sector critically because of their wide extent, although the result-based initiative was supported. However, no belief in its success was expressed, because it was planned to be applied not programs, but these are more episodic statements, which are not presented in more detail, and they do not provide any systematic approach as to how performance management should be adapted or implemented in the public sector of the Republic of Lithuania.
